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Tujuan kajian iili ialah menilai dan inenambah pengetahuan tentang faktor yang 
mempengaruhi komitmcn pekeja di Farley Sibu Sdn Bhd. 107 pekerja Farley Sibu Sdn. 
Bhd. telah inenyertai dalam kajian ini. Data yang didapati dianalisis menggunakan SPSS 
versi 17. Analisis SPSS mendapati terdapat hubungan antara tiga pembolehubah tidak 
bersandar iaitu kepimpinan transfomlasi, pembangunan Irerjaya dan budaya organisasi 
dengan pembolehubah bersandar iaitu komitmen pekerja. Dalam tiga peinbolehubah tidak 
bersandar, kepimpinan transfornlasi adalah faktor yang mempegaruhi koinitmen pekerja 
di Farley Sibu Sdn. Bhd. Oleh itu. beberapa cadangan telah diberikan untuk mengatasi 
 nasala ah komitmen pekerja di Farley Sibu Sdn. Bhd. 
ICata kunci: komitmen pekerja, kcpimpinan transformasi, pembangunan kerjaya, budaya 
organisasi 
ABSTRACT 
The purpose of this study is to exaninc and gain a better understanding of the drivers that 
influence the elnployce engagement in Farley Sibu Sdn. Bhd. 107 einployees of Farley 
Sibu Sdn. Bhd. were participated in this study. Data were gathered through questionnaire 
analyzed by using Statistical Package for Social Science(SPSS) version 17. Throughout 
the statistical analysis - correlation analysis, it is found that there is a significant 
relationship between the three independent variables namely transfonnational leadership, 
career development and organization culture with the dependent variables - employee 
engagement. Among all three independent variable, transformational leadership is found 
to be the most important drivers in influencing the employee engagement in Farley Sibu 
Sdn. Bhd. Based on these findings, recoinmendations and suggestions were made to the 
management Farley Sibu Sdn. Bhd. 
Key words: Employee Engagement, Transformational Leadership, Career Opportunities, 
Organization Cul turc 
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CHAPTER 1 
INTRODUCTION 
1.1 Background of the study 
Globalization has changed the business industry and society. Competition has raised high and 
the organizations are racing in the marketplace to increase its profit. In order to survive in the 
globalized world, global leader has built various strategies to compete in the marketplace. 
The strategies adopted are not only focused on increasing sales or service but are also related 
to retaining talcntcd who have high performance and high competence in workplace (Berger 
& Berger 2004). Elnployee engagement has emerged as a critical driver of business success 
in today's competitive marketplace. En~ployee engagement is defined as the extent that an 
employee believes in the mission, purpose. and values of an organization. It dernonstratcs 
co~nmitinent hrough their actions as employees and their attitude towards the employer and 
customers (Stockley, 2007). 
The field of employee engagement is important to highlight because it is a dominant source 
of coinpetitive advantage and thus able to solve challenging organizational problems such as 
increase organization performance and productivity. Research has suggesting that 
organization with high levels of cmployee engagement rcport positive organizational 
outcomes (Kular, Gatenby, Ress, Soanneel & Truss. 2008; Harter. Schmidt & Iceyes, 2003; 
Shuck & Wollard, 20 10). 
The contents of 
the thesis is for 
internal user 
only 
lieferenccs 
Ahmed, P.K., Loh, A.Y.E. & Zairi, M. (1999), "Cultures for coiltinuous improvement and 
learning", Totul Q~iulity~2/1ur1uger1zeizt, 4, 5 ,  426-34. 
Aksu AA & B bzdemir, (2005). "Individual Learning and Organisation Culture in Leainiilg 
Organisation: Five-Star Hotels in Antalya Region of Turkey", Mur~ugeriul Auditing 
Jot~rnal, 20. 4,422441.  
Amarjit, S.G., Flaschner, A.B. & Shachar, M. (2006), "Mitigating stress and burnout by 
implementing transformational leadership". Irlterrzationul Jotlrrzul of Conternpor-ury 
Hospitulity, 18, 6 ,  469-48 1. 
Arthur, J. (1994), "Effects of human resource syslenls on manufactuiing performance and 
turnover", Acadeiny cfMunugei11ent Joz~rnul, 37, 670-87. 
Avolio, B. J. (1999). Full leadership development: Building the vital forces in organizations. 
Thousand Oaks, CA: Sage. 
Avolio, B. J., & Bass, B. M. (1995). Individual corlsideration viewed at multiple levels of 
analysis: A multilevel fraiilework for examining the diffusion of transforn~ational 
leadership. 77ze Lcuderslzi~~ Quarterly, 6, 199--2 18. 
Avolio, B. J., Gardner, W. L., Walumbwa, F. 0 . ,  Luthans, F., & May, D. R. (2004). 
Unloclcing the mask: A look at thc process by which authentic leaders impact 
follower attitudes and behaviors. The Leadership Q~larterly, 15, 80 1-823. 
Avolio, B. J., Luthans, F., & Walumbwa. F. 0 .  (2004). Authentic leadership: Theory- 
building for veritable sustained performance. Working paper. Gallup Leadership 
Institute, University of Nebraska-Lincoln. 
Ayers, I<. E. (2008). Engagement is not enough: You need passionate en~ployees to achieve 
your dream. Charleston, SC: Elevate. 
Barling, J. (2007). Ten key factors in building a psychologically healthy workplace. 
Paper presented at the 2nd Canadian Congress on Research on Mental Health and 
Addiction in the Workplace, Vancouver, BC, Canada 
Baruch, Y. (2004). Transforming careers: From linear to n~ultidirectional career paths - 
organisational and individual perspectives. Cur-eeu. Development Ii~teriz~ltiorzul, 9(1), 
58 - 73 
Bass, B. (1985). Leadership and perforinance beyond expectations. Ncw York: Free Press. 
Bass, B. h1. (1998). Tra~isformational leadership: Industry, military, and educational impact. 
Mahwah, NJ: Lawrence Erlbaum. 
Bass, B. M., & Avolio, B. J. (1990). Improving organizational effcctivcness Illrough 
transfot~llational eadership. Thousand Oaks: Sage Publications. 
Bass, B.M. (1999), "Two decades of research and developmcnt in transformational 
leadership", Ezrt-opeun JOZIVIZL~~ of 1Yot-k U L Z ~  O~gunizuti~lzul Psychology, 8, 1, 9-32. 
Bassi, Laurie & McMurrer, Dan (2010) 'Does Engagement Really Drives Results', Tulelzt 
Munugen~ent Mug~zzine. 42-48 
Bergcr, Lance & Bcrger, Dorothy. (2004). The talent management handbook. Mc Graw Hill 
Companies. USA. 
Blau, P.M. (1964), Exchange and Power in Social Life, New York: Jolin Wiley and Sons. 
Blessing White. (2006). Employee Engagement Report 2006 BlessingWhite, Inc. Princcton, 
New Jersey. Retrieved from www.blessingwhite.com at November 15, 201 1 
Bono, J. E., & Judgc, T. A. (2003). Self-concordance at work: Toward understanding thc 
inotivational effects of transfol-nlational leaders. Acuu'enly qf M u I ~ ~ ~ c I ~ ~ c F ~ ~  JOL~YIIU ,  
46,554-57 1.  
Bono, J. E., & Judge, T. A. (2004). Personality and transibrmational and transactional 
leadership: A n~eta-anal ysis. The J o ~ u n ~ ~ l  cfApplied Psychologv. 89, 901 -9 10. 
Brad Shuck & Karen Wollard (2010) Elnployee Engagement and HRD: A Seininal Review 
Of The Foundations Hunlan Resource Develop~neilt Review 9(1) 89-1 10 
Brown A & K Starkey, (1994). "The Effect of Organisational Culture on Cominunication and 
Information", Jour~nul of 11/lu1iugement Studies, 3 1, 6, 807-828. 
Cameron, K. S, & Freeman, S. J. (1991). "Cultural congruence, strength, and type: 
relationship to effectiveness", Reseurcli ill O~~gunizutionul C zurzge und De~~elol~nzent. 
5. 
Chemers, M. M. (2000). Leadership research and theory: A functional integration. Group 
Dynamics: Theory, Reseurch, urzd PI-uctice, 4, 27-43. 
Clemente, M.N. & Greenspan, D.S. ( I  999), "Culture clashes", Execzrtive Excellence, 16, 10, 
12. 
Cooke, R. A. & Rousseau, D. M. (1 988). 'Behavioral norms and expectations: A quantitative 
approach to the assessment of organizational culture'. Gr>o~rp und Orgu~zizutio~~ 
Studies, 13, 245-273. 
Cristina de Mello Souza Wildemuth & Patrick David Paukcn (2008) A perfect match: 
decoding enlployee cngagenient - Part I: Engaging cultures and leaders Industrial 
And Commercial Training 40, 3, 122- 128, 
Cropanzano, R. & Mitchell, M.S. (2005), "Social exchange theory: an interdisciplinary 
review", Jozi~nul of Munugenzent, 3 1, 6, 874-900. 
Cullen, J. B. (2002). Multinational Management. South-Western College Publishing. 
Davis, J.A. (1971). Elementary Survey Analysis. Englewood Cliff, New Jersey: Prentice- 
Hall.DC: The Gallup Organization. 
Deal TE & AA Kennedy, 1982. Corporate Culture: The Rights and Rituals of Corporate Life, 
Reading, MA: Addison-Wesley. 
Den Hartog, D. N., Koopman, P. L., & van Muijen, J. J. (1997). Inspiresend leiderschap in 
organisaties. Schoonhoven: Acadenlic Service. 
Denison DR & AK Mishra, 1995. " T o w ~ d  a Theory of Organisational Culture and 
Effectiveness", Organisation Science, 6, 2,204-223. 
Densten, I. (2005), "The relationship between visioiliiig behaviours of leaders and follower 
burnout' ', BI-itisl~ Jo~irlzul c!f'Munugenzei~t, 1 6. 2, 1 05- 1 8. 
Douglas J Matthews (2009) Advancing carcers driving results career development for 
business success Busincss and Talent aligned 
Drizin, M. & Hundley, S.P (2008): Employee cngagemeilt fundamentals. A guide for 
managers and supervisors. World at Work. - 
EEO Trust (201 1 )  Engaging Young Pacific Workcrs A review of the evidence. 
www.eeotrust.org.nzlresearcW. 
Elizabeth Craig, Yaarit Silverstonc. (201 0) Tapping the power of collective engagcment, 
Strutegic H1Z Relie~v, 9 ,  3, 5 - I0 
Fleming, J.  H., SL Asplund, J.  (2007). Hiinzurz signzu. New York: Gallup Press. 
Fredrickson, B. L., & Branigan, C. (2005). Positive elnotioils broaden the scope of attention 
and thought-action repertoires. Cognition & Ellzotiorl, 19, 3 13-332. 
Five minute guide to culture 
http://~~ww.readersl~ip.or~/culture - mana~ement/culture/datafive-ininute_df 
at 20 November 201 1 
Furnham, A. & Gunter, B. (1993). "Corporate culture: definition, diagnosis and change", in 
Coopcr, C.L. and Robertson, I.T. (Eds), Irzter~zutioizul Review cf Orguniz~~tio~zul 
P.~~~cllology, 8, 233-61. 
Gallup Organization (2008). What your disaffected workers cost. Gullt~p Muizugenzelzt 
Joi~~rzul. Retrieved from www.gallup.con~ at 20 November 20 1 1 
Gebauer, Julie & Lowman, Don. 2009: Closing the gap. How great companies unlock 
employee potential for supeiior rcsults. Portfolio/Penguin Group, USA. 
Coffee, R. & Jones, G. (1996), "What holds the modem company together?", Huivu~d 
Bwir~ess Review, 74, 6, 1 3 3-48. 
Coleman, D., Boyatzis, R., & McKee, A. (2002). Primal leadcrship: Realizing the power of 
emotional intelligence. Boston: I-Tarvard Business School Press. 
Golnaz Sadri & Brian Lees (2001) Developing corporate culturc as a competitive advantage 
Jo~rnzul oJ'Muizager~zent Developnzcrlt, 20, 10, 853-859 
Gopal, A. (2003). Disengaged employees cost Singapore $4.9 billion. Gallilp A4anugenzerzt 
Jour-ilul. Rctiieved from h t tp : / /~n~i .~a l lup .co i~~/contcn t /defau l t . aspx?c i=~ at 17 
Novenlber 201 1 
Gravenkeinper, S. (2007). Building community in organizations: Principles of engagement. 
Const~ltirig Psycholo~y JOLLI'IZUI: Pr~uctice utzd R U ~ L I Y C ~ ,  59(3), 203-208. 
Grawitch, M. J., Gottschalk, M., YL Mum, D. C. (2006). The path to a healthy workplace: A 
critical review linking healthy workplace practices, employee well-being, and 
organizational in~proven~ents. Corl.sllltilzg Ps,vclzology Jozn-nul: 1'1-uctice and 
Iiesearcl~, 58(3), 129-147. 
Greenberg, J. & Baron, R.A. ( 1  997), Behavior in Organizations, Prentice-Hall, Upper Saddle 
River, NJ. 
Greenhaus, J.G., Callanan, G.A., & Godshalk, V.M. (2000). Career nzarzugemerzt. (3rd ed.). 
New York: The Dryden Press. 
Greger, K.R. (1999),. "A positive corporate culture is the soul of retention", Hotel and 
Motel Mur~crgenzerlt, 2 14, 17, 10. 
Glunberg, L., Anderson-Connolly, R., QL Greenberg, E. S. (2000). Surviving layoffs: The 
effects on organizational commitment and job performance. H'ork cznd Occz~pcltions, 
27, 7-31. 
Hafiz Abdur Rashid, Arninar Asad & Mian Muhammad Aslraf (231 1)  Factors Persuading 
Employee Engagement And Linkage Of Ee To Personal & Organizational 
Perfoi-nlance Joz~niul OJ'Coritenlpor-ury Reseul-ch In B~~siness 3,5 
Hall, D.T., & Associates (1986). Career development in organizations. (1st ed.). San 
Francisco: Jossey-Bass Publishers. 
Harter, J.K., Schmidt, F.L. & ICeycs, C.L.M. (2003), "\Vellbeing the workplace and its 
relationship to business outcomes: a review of the Gallup studies", in Keyes, C.L. and 
Haidt, J .  (Eds), Flourishing: The Positive Person and the Good Life, Amel-ican 
Psychological Association, Washington, DC, pp. 205-24. 
Herr, E.L. (2001). Career developnleilt and its practice: A historical perspective. The Cureer 
Developnle~zt Qzrc~rte~dy, 49(3), 196 - 2 1 1. 
Herr, E.L., & Shahnasarian, M. (2001). Selected milestones in the evolution of career 
development practices in the twentieth century. The Cureer Develop111~11t Qzrurterly, 
49(3), 225 - 232. 
House, R. J., & Howell, J. h4. (1992). Personality and charisn~atic leadership. Tlze Leuclership 
Qtiurterly, 3, 8 1-1 08. 
Hundley, Stephen, Jacobs, F. & Drizin, M. (2007): Workforce Engagement - strategies 
to attract, motivate and retain talent. World at Work. -. 
Huselid, M.A. (1995), "The iinpact of human resource management practices on turnover, 
productivity and corporate financial perfoimance", Acucle~~ly c?f'Mu~z~lgenzent Joz11-?zul, 
Vol. 38, pp. 635-72. 
75 
lnkpen, A. C. (1996). Creating knowledge through collaboration. Culifbr~iu Mur~~igen~erlt 
Revie~l., 39, 1 ,  123-140. 
Isaksen, S. G. (2007). The climate for transformation: Lessons [or leaders. Creutivity urzd 
Inrlouutiorz Munagenlent, 16, 3-1 5. 
J. Lee Whittington, Timothy .I. Galpin, (201 0) The engagement factor: building a high- 
coinmitment organization in a low-commitment world, Jourrzul of Bu.si11ess St/-utegy, 
3 1 , 5 .  14-24 
Jensen, S. & Luthans, I!. (2006), "Eiltrcpreneurs as authentic leaders: impact on employees' 
attitudes", Leudership & OrgunizutiorruL D~.veloyn~erzt Jozrr11~11, 27, 8, 646-66. 
Icahn, W. (1990), "Psychological conditions of personal engagement and disengagement at 
work", Acudenry ofMunugenzent Joirrnul, 33, 4, 692-724. 
Katharine Esty & Mindy Gewirtz (2008) Creating a culture of einployec engagement 
Retrieved fi-om http://www.boston.con~iobs/nehra/062308.shtn11 at 23 April 201 2 
Kaye, B. (2005). Build a culture of development. Leu&rship Excellence, 22(3), 18 
Icapcl, C., & Shepherd, C. (2004). Career ladders create comlnon language for defining jobs. 
C~~izudiuiz HI( Rqurter, 14( 12), 15- 16. 
ICernis, M. H. (2003). Toward a conceptualization of optimal self-csteem. l?s.ychological 
Iizqlriry, 14, 1-26. 
Ketter, P. (2008). What's the big deal about cmployee engagement? T+D. 62(2), 44-49. 
Knudsen, H. K., Johnson, J. A., Martin, J. K.. & Roman, P. M. (2003). Downsizing survival: 
The experience of work and organizatioilal commitment. Sociologic~zl Inquiry, 73, 
265-283. 
Koberg CS & LH Chusmir, 1987. "Organisation Culture Relationsllips with Creativity and 
Other Job-related Variables", Journal of Business ReLsearclz, 15, 397-409. 
IConard, Alison M. (2006) 'Engaging employees through high-involvenient work practices', 
Ivey ZBz~si~zess Jounlul, 1-6 
Kouzes, J., & Posner, B. (2002). The leadership challenge (3rd ed.). San Francisco: Jossey- 
Bass. 
Kular, S., Gatenby, M., Rees, C., Soane, E. gL Truss, I<. (2008), "Employee engagement: 
I,awson, R. B., & Shen, Z. (1098). Organizational psychology. New York: Oxford 
Lee, C.1-I. & Bruvold, N.T. (2003). "Creating valuc for ernployccs: investing in clnployee 
developmcnt", Ilzter~lutio~zul Jo~~rnul  of Htrnw!~ Resour-ce Munagenrerzt, I 4, 98 1 - 1 000. 
Leibowitz, Z.B., Farren, C., & ICaye, B.L. (1986). Designing career developlnent systems. 
(1st ed.). San Francisco: Jossey-Bass PubIishers. 
Leigh Braham (2005) The 7 hidden reasons employee leaves Sol~ndvie~:  Execl~tive Book 
St~l~zrnary 27, 6 
Levering, R. ( 1993), Tlze I00 Best Conpunies to Work for in Aniericu, Currency/Doubleday, 
New York 
Lock P & J Crawford (1999). "The Relationship between Commitment and Organisational 
Culture, Subculture, Leadership Style and Job Satisfaction in Organisational Change 
and Developrncnt", Leu~lcrslzil;, urld Orgurzisationul Developnzerzt Jot~r.lzul, 20, 365- 
373. 
Lund DB, 2003. "Organisational Culture and Job Satisfaction", Joz~rnul of' Blrsincss & 
hzdl~striul Marketing, 18, 3, 2 19-236. 
Luthans, F. (2002). The necd for and meaning of positive organizational behavior. Joz~r~zul of' 
Otgclnizutioncll Rehuvior, 23, 695-706. 
Lyons, J. B., & Scluieider, T. R. (2009). The effects of leadership style on stress outcomes. 
Leuder,stlip Quarter-ly, 20, 737-748. 
M. Sree Lakshmi, S.N Vanita Maha Vidyalaya, K. Srinivas & K.V.R IO-ishna (2010) 
Employee engagement for talent retention with reference to the academicians Review 
of Btlsine.ss liesear-ch, 1 O(3) 
Macey, W. H., & Schneider, B. (2008). The meaning of einployee engagement. Indzrstl-iul 
and O~~gurzizatioriul P.sychology. 1, 3-30. 
MacLeod, David & Clarke, Nita, (2009): Engaging for success: enhancing perfonnancc 
through employee engagement. A report to government. Depa~tment for Business, 
Innovation and Skills, www.bis.gov.uk 
Maslow, A. (1970), Motivatioil and Personality, 2nd ed., Harper and Row, New York, NY 
May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of 
meaningfulness, safety and availability and the engagement of t l ~ c  human spirit at 
work. Journal of Occupational and Organizational Psychology, 77, 1 1-37. 
McDaniels, C., & Gysbers, N.C. (1992). Counselling for career development. (1st ed.). San 
Francisco: Jossey-Bass Publishers. 
Meere, M. (2005). The high cost of discngaged employees (Employee Engagement Industry 
Briefing). I-lawthorne. Victoria: Swinbui-nc University of Technology. 
Morgan. G. (1997). Iillages of organization (2nd ed.). Thousand Oaks, CA: Sage. 
Nancy R. Lockwood (2007) Leveraging Employee Engagement Tor Competitive Advantage: 
1-IR's Strategic Role Society for human resource mallagenlent Rcsearch Quarterly 
Nelson, D. L. (2000), "Organizational Behavior: Foundations, Realities, and Challcnges" 3'" 
edition, Cincinnati, OH: South-Westem College Publisher. 
Paradise, Andrew (2008) Influences Engagement, ASTD, T + D Training & 
Devclopment, pp54-59 An HR director's guide to employee engagement, 1-9 
Pearce, C. L., & Conger, J. A. (2003). All Those Years Ago: The Historical Underpinnings 
of Shared Leadership. In C. L. Pearce & .I. A. Conger (Eds.), Sharcd Leadership: 
Kcfiaiming the Hows and Whys of Leadership (pp. 1-1 8). Thousand Oaks, CA: Sage 
Publications. 
Peters TJ & RH Waterman (1982). In Search of Exccllence: Lessons from America's Bestrun 
Companies, New York: Harper & Row. 
Punain Sahgal & h i 1  Pathak (2007) Transfoimational Leaders: Their Socialization, Self- 
Concept, and Shapiilg Experiences Irzte~-~~utio~lul Joul-11ul oj~leudcr:ship Studies, 2 , 
3.263-279 
Qubein, N.  (1 999), "Action takers", Executive Excellence, 16, 10, 4. 
Ratanjee, V. (2005). Gallup study reveals workplace disengagement in Thailand. Tlze GLZIILI~ 
Mun~zgenle~~t Journul. Retrieved from http://grni.ga11up.conl/coi1tent/ 16306/gallup- 
study-reveal workplacedisen~ageinei~t- in.aspx 
Gebauer, J., & Lowman, D. (2008). Closing the engagement gap: How great coinpanies 
unlock employee potential for superior results. New York: Penguin Group at 17 
1Vovember 201 1 
Rath, T., & Clifton, D. 0 .  (2004). The power of praise and recognition. Gullr~p 
Muncrge~nent Joz~t-11~1. Retrieved from http://~mi.~allu~.corconten12157/Power- 
Praise-Recognition.aspx at 13 November 20 1 1 
Robbins, S. P., &Judge, T.A. (2009). Organizational Behavior, (13''' ed.). Pearsoil 
International Edition. 
Robert Jack Vance (2010) Employee Engagement and Commitment: A guide to 
understanding, iileasuring and increasing engagement in your organization SHRM 
Foundation society of hulnan resource management 
Robinson, D., Perryman, S. & Hayday, S. (2004) The Drivers of Employee Engagement. 
Brighton, Institute for Employment Studies. 
Robison, J. (2007). Successhlly forging a new path. Gallzrp Malzugel?ze?zt Jozu-rial Retrieved 
from http://grnj .gallup.coin at a7 November 20 1 1 
Roscoe, J. T. (1975). Fundamental Research Statistics for the Behavioral Sciences. New 
York: Holt, Rinehart and Winston, Inc. 
Ruth Davidhizar & Ruth Shearer (1 998), "Rewarding with Dignity," Ifospitul &luteriel 
Munagenrcllt Quurte~ly (Obtained through Factiva) 
Sainla Sardar, Ch.Abdu1 Rahman & Asad Aijaz (201 1) Impact of HR practices on employee 
engagement in banking sector in Pakistan Journal of conten~porary research in 
business 2(9) 
Saks, A.M. (2006), "Antecedents and consequences of employce engagement", J o t r ~ l l ~ ~ l  (!f' 
Manugel.ia1 P.c;l~cholog~, 2 1, 7, 600- 19. 
Schaufeli, W. B., & Salanova, M. (2008). Enhancing work erlgagenlent through the 
management of humail resources. In K. Naswall, J. Hellgren, & M. Sverke (Eds.), 
Schaufeli, W.B.. Salanova, M., Gozales-Ronla, V.. & Bakker, A.B. (2002). The measurement 
of engagement and burnout: A two sample confirmatory factor ailalytic approach. 
Jozlr-rzal of Iiqpiness Studies, 3, 7 1-92. 
Schein (1 992). Organisational Culture and Leadership, 2e, San Francisco, CA: Jossey-Bass. 
Schein, E. H. (1991). What is culture? In P. J. Frost, L. F. Moore, M. R. L,ouis, C. C. 
Lundberg, & J. Martin (Eds.), Reframing organizational culturc (pp. 243-253). 
Thousand Oaks, CA: Sage. 
Sekaran, U. (2003). Research methods fbr business: A skill building approach. John 
Sckaran, U. (2006). Research nlethods for business: a skill building approach. (4ed.). New 
Delhi: Sl~arda Ofsett Press 
Shuck, B. & Wollard, K.K. (2010), "Employee engagclnent and HRD: a seminal review of 
the foundations", finzurl 1ieso111.c~ Deveiopnzent Review, 9, 1, 9- 1 10. 
Shulagna Shakar (201 1) A study on employee engagement at manufacturing industries 
Global Management Review, 5(3), 45-45 
States, A. (2008), "The rage to engage". Retrieved from 
www.time.co1~dtime/~azii~e/a~2icle/  at 15 November 201 1 
Stockley, D. (2007). Employee engagement and Organisational pride. Retrieved from 
http://derekstockley.com.au/newsletters-05/038-cmployee-en~a~e~nent.l~tml at 15 
November 201 1 
Suresh Sirisetti Employee engagement culture the jozivr~ul of comnzevce, 4, 1 
The Gallup Organization. (2001 ). What your disaffected workers cost. Cullc~p 
The individual in the changing working life (pp 380-402). New Yorlc. Cambridge 
University Press. The SHRM Foundation. 
Thite, M. (2001). Help us but help yourself: the parados oi'contemporasy career management. 
Cuveer. Develop~zerzt I~zternutionul. 6(6), 3 12 - 3 17. 
Tombaugh, J. R., & White, L. 1'. (1 990). Downsizing: An empirical assessment of suivivors' 
perceptions in a post layoff environment. Ovgurlizution Developr~zent Jotivnul, (?(2), 
3 2-43. 
Towers Perrin (2007), "Closing the engagement gap: a road map for driving superior 
business perfomancc" Re tii eved from 
www.biworldwide.conl/info/pdf~~owel-s Pcrlin Global at 15 November 201 1 
Vance, R. J. (2006). Employee engagement and commitment: A guide to understanding, 
measuring, and increasing engagement in your organization. Alexandria, VA: 
The SHRM Foundation. 
W.L. Gardner, B.J. Avolio (I 998), The charismatic relationship: a dramaturgical perspective, 
Acaa'en~?~ of Mrnzngen~e~zt R~wiew 23 (I ) ,  32-5 8. 
Wagner, R., & Harler, J. I<. (2006). The great elements of managing. Washington, DC: The 
Gallup Organization. 
Wallace, L. & Trinka, J .  (2009). Leadership and Employee Erigagement. Pzrhlic 
&la~anugei~zent, 91(5) 10- 13. 
Walunlbwa (Eds.), Authentic leadcrship theory and practice: Origins, elfecls and 
development (pp. 43-8 1). Oxford, UI<: Elsevicr Science. 
Welbourne, T. (2003). Employee engagement: Doing it vs. Measuring it. Retrieved from 
http://~ww.1~r.conI/hrcoidgeneral/pf.cfin?olD=l2AC5D68-0D30-44 1 - 
A7293 18E02A9 12at 17 Novcmber 20 1 1 
Wildermuth, C.M.S. & Pauken, P.D. (2008). A perfect match: decoding eillployee work. 
Jouunul of Oc~z~puti~lzuI Psychulogy, 77, 1 1-37. 
Wilderom, C P M., Berg, D V., & Peter, T (2004). Defining, Measuring, and Comparing 
Organizational Cultures. Intel-nu1 as so cia ti or^ jbu Applied PLsj)chology. 53 (4). 570- 
582. Wiley & Sons Publications 
Wilkins A and WG Ouchi, (1983). "Efficient Cultures: Exploring the Relationship between 
Culture and Organisatioilal Perforinance", Ad~niizistrcttive Scic~zce Qi~urterly, 28, 
4 6 8 4 8  1 .  
William Werhane & Mark Royal (2009) Engaging and enabling enlployees for company 
success. Workspan 10 
Yorges, S. L., Weiss, H. M., & Strickland, 0 .  J. (1999). The effect of leader outcoines on 
influence, attributions, and perceptions of charisma. 77ze JOLII-izu1 of Appliecl 
P~yclzology, 84, 428-436. 
Yukl, G. A. ( 1  989). Leadership in organizations. Englewood Cliffs, NJ: Prentice 1-Idl. 
Zenger, J. & Folkman, J. (2009).The Inspiring Leader. McGraw-Hill 
Zikmund, W. G., Babin, B. J., Carr, J .  C. & G~iffin, M. (2010). Business research methods 
(8ed.). Canada: South Western. 
